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Knowledge societies make new demands and expectations of teachers that require 
changes in their roles and abilities. Teachers must be open to change, prepared to 
improve their qualifications, and motivated for constant professional development. 
This also requires the support of head teachers. Through quantitative research, we 
were able to get a closer look at the opinions elementary school teachers have of 
their own possibilities for professional development as well as the obstacles they 
face along the way. The results of the research were compared with theoretical fin-
dings, and directions and recommendations for practice were suggested.
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Izvleček
Družba znanja postavlja pred učitelje nove zahteve in pričakovanja, ki zahtevajo 
spremembe v učiteljevi vlogi in njegovi usposobljenosti zanje. Učitelji morajo biti 
odprti za spremembe, krepiti morajo različne kompetence in biti motivirani za svoj 
stalni poklicni razvoj. Pri tem pa morajo imeti tudi podporo ravnatelja. S kvantita-
tivno raziskavo smo pridobili ožji, bolj poglobljen pogled učiteljev osnovnih šol na 
možnosti za poklicni razvoj in na spodbude ter ovire, s katerimi se pri tem srečuje-
jo. Pridobljene podatke smo primerjali z izsledki v teoriji ter predlagali usmeritve in 
priporočila za prakso.
Ključne besede: učitelj, osnovna šola, kariera, razvoj, delovne izkušnje
1 Introduction
We live in a knowledge society. It is a society of constant change, quick 
decision making, and lifelong learning, where a different set of skills than that 
in the past is needed for a quality life. The basic condition for the successful de-
velopment and acquirement of skills is an efficient and quality education system 
run by highly trained teachers (Peklaj, 2008). Schools that produce the best 
results use development strategies to improve school and teacher progress as 
well as student achievement (Sentočnik, 2006). They recognize that cooperation 
with other schools and educational institutions is a necessity (Fullan & Hargrea-
ves, 2000), as scientific developments are reflected in all parts of society (Peklaj, 








Teachers realize that they are the ones primarily re-
sponsible for their professional development and that this 
requires the cooperation of the school leadership. They 
believe that the most appropriate time to start building their 
careers is after 11 to 20 years of work experience (Fullan 
& Hargreaves, 1992). At the same time, 75% of respon-
dents believe that professional development can be planned, 
and they want to become actively responsible for its de-
velopment. The respondents see additional training and 
education—as well as other variables dealing with student 
success and parent satisfaction—as the most important 
steps in their development. Satisfaction is one of the foun-
dations upon which organizations build long-term success 
(Ropar, 2012), with employee–student–parent satisfacti-
on being mutually connected. The most successful schools 
are flexible ones; their teachers have a clear picture of the 
schools’ functioning and vision. Factors directly connected 
to the teachers (i.e., head teachers, families, coworkers) 
are seen as having a positive impact on professional de-
velopment. Inappropriate education legislation and unsu-
itable education, on the other hand, are seen as having a 
negative impact. The latter—especially if considered in 
connection with the teachers’ evaluation that the intro-
duction of changes into the educational process has had an 
important influence on professional development—shows 
that teachers realize the importance lifelong education has 
for themselves and the school (Verbiest, 2004). What is also 
of interest is that teachers find self-affirmation in horizon-
tal promotion and thus become less sensitive to the pressure 
of their environment (i.e., their coworkers and students’ 
parents). This, in turn, makes them put even more value 
on further education. Different forms of formal and non-
-formal education are considered as exogenous factors of 
professional development (Javornik Krečič, 2007), but they 
also influence the teachers’ beliefs and values—namely, the 
endogenous factors of professional development.
Therefore, we propose the following:
 – school leadership should foster all forms of employee 
cooperation that build trust, ensure mutual support, and 
lead to quality work and open dialogue;
 – all forms of teacher education should be promoted in 
order to ensure personal growth and school development;
 – head teachers should take on co-responsibility for their 
teachers’ professional development (head teachers 
might have different ideas about the teachers’ professio-
nal development and might identify possible approaches 
for professional development, etc.);
 – a long-term vision of human resource management 
based on a strong school vision should be developed;
 – five-year individual teacher development plans 
(including action plans for further education and 
training, etc.) should be developed;
 – individual teacher development should be incorporated 
into school development plans;
 – teachers should be placed in leadership positions 
connected with planning, organization, guidance, and 
work control;
 – teachers should have the authorization to gain new qua-
lifications and knowledge to improve teaching quality;
 – it should be possible for teachers to help create a school 
culture that will enable quality work and school success; 
and
 – the school administrators should ensure a safe enviro-
nment for the teachers.
The findings of our work will be of interest to teachers, 
head teachers, and anyone seeking employment in elemen-
tary schools. It is our hope that it will be of assistance to 
anyone involved in the long-term planning of professio-
nal development and that it will help them recognize the 
potential elementary school teachers have for both professi-
onal and school development.
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